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A B S T R A C T 
Many studies have focused on corporate governance in listed companies, but few studies have been 
conducted on specific governance mechanisms for Small and Medium Enterprises (SMEs). However, 
SMEs take up an important place in economics of many developing countries like Tunisia. This paper has 
for main objective to identify determinants of organizational culture of SMEs as an important governance 
mechanism. To achieve this objective, a survey has been conducted by means of questionnaire with 120 
Tunisians SMEs. The results of structural equations show that the experience and the training mode of the 
leader of SMEs influence the organizational culture. 
 
© 2013 xxxxxxxx. Hosting by ElsevierB.V. All rights reserved. 
 
1. Introduction  
A small number of researches are focused on SME although it is 
heterogeneous and it is not the reduced model of a large organization [1]. 
Indeed, the SME is crossed by an entrepreneurial logic and the 
organization is marked by issues managers [2]. The management of SMEs 
is generally studied, but the discussion of relations leader/management is 
not sufficiently explored [3]. However, SMEs occupy an important place 
in the economy of many countries especially developing like Tunisia and 
we are almost agreed on the benefits of good governance for the economy 
in general and the company in particular and conscious about the 
relationship between mechanisms of corporate governance and 
performance [4]. 
Governance system for listed companies assumes that leaders are 
restricted in their decisions and actions of external and internal 
disciplinary mechanisms. These mechanisms should help secure the 
shareholders and all stakeholders in the company (leader, State or local 
authorities, creditors, employees) in their agency relationships and 
transactions with the company [5]. External mechanisms are market 
mechanisms (market leaders, goods and services, work) and regulation. 
Internal mechanisms are related to the rules and conditions of exercise of 
such power management at the board (composition and independence of 
the members). However, the mechanisms of governance of SMEs are 
primarily internal, since SMEs are generally not listed on the stock market 
and financial market regulator has no role. Even in SMEs limited 
company, the role of the board is nominal and is dominated by the family 
power. Thus, it is the leader who chooses the mechanisms of framing his 
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decisions and not the external elements that require these mechanisms. 
This leader has multiples profiles which depend largely on his culture. 
In Tunisia, the subject of corporate governance has taken the attention of 
many researchers, journalists and even politicians. According to statistical 
reports of the Agency for the Promotion of Industry, SMEs dominate the 
economy and form the primary source of employment. Moreover 
organizational culture of Tunisian SMEs is often considered dependent on 
the culture of its leader while it constitutes a very important governance 
mechanism creator of value [3]. Thus the question is about the 
relationship between the profiles of the leader and the creation of an 
adaptive and participatory culture in the context of SMEs. 
Many researches consider that the organizational culture of SME is 
confounded with the culture of its leader [6]. This result cannot be 
generating for all SMEs because it depend of the degree of development 
of small business [1]. This research seeks to identify the relation between 
the profiles of leader which are influenced by his culture and the 
organizational culture of Tunisians SMEs. [7], in its proposals for a theory 
of corporate governance, provides a typology of mechanisms that 
corporate culture is a specific and spontaneous mechanism. Culture can be 
defined as the set of values shared within a group of individuals. It 
consists of collective mentally built, shared within a group or a nation. 
This governance mechanism is considered compulsory within SMEs 
characterized by multiple profiles [8]. Therefore, the main objectives of 
this research are: 
 
¾ To describe the specifics of corporate governance system in 
SMEs. 
¾ To analyze the influence of the leader on organizational 
culture. 
¾ To demonstrate that the organizational culture of SMEs isn’t 
constantly confound with the culture of its leader as 
suggesting by a large literature. 
 
 
2. The Theoretical Framework 
In SMEs, corporate governance is not only the resolution of agency 
conflicts but also the interests of stakeholders like customers, suppliers, 
investors, creditors. Therefore, other theories may apply to the governance 
of SMEs [9]. We thought that we must go beyond the traditional approach 
to governance, namely that control leader to act in the interest of 
shareholders (type I agency conflict) to explore other avenues such as the 
partnership approach and the cognitive power, an emerging literature. 
SMEs are characterized, first, by personal or family ownership of 
company assets and, second, by the personal liability of directors so SMEs 
have agency conflicts different of those companies dispersed ownership 
structure; the level of information asymmetry between shareholders and 
managers is quite high. Indeed, in SMEs the ownership structures are 
varied and dissociation property-control is less common [10]. Thus, the 
level of information asymmetry is low or even non-existent since the 
leaders are in most cases shareholders. 
Conflicts and agency costs are virtually zero since owners are often at the 
same time leaders, there would be an overlap on the logic of maximizing 
profiles and development risk. Thus, the need of control will be less 
intense in the family business as a result of greater discipline on the part 
of management; control procedures are not useful and will be used later to 
encumber the company profitability [11]. However, the agency conflict 
between controlling shareholders and minority shareholders (type II 
agency conflict) will be more intensive in family SMEs where the 
ownership structure is highly concentrated [3]. Corporate Governance in 
SMEs is rich enough, it can be explained by an alternative theory of 
psychosocial nature, that of "Stewardship Theory". 
Researchers specializing in "Organizational Behavior" developed the 
theory of stewardship focused primarily on the issue of motivation of the 
leader. This theory rests on the idea that in a family business, agency 
theory is inapplicable to the extent that the three functions of the officer, 
shareholder and supervisor are held by the same person or the family. In 
fact, contrary to the theory of agency that is well suited in cases where 
leaders are individualistic behaviors and maximizing their own utility 
function, stewardship theory proposes to consider situations where the 
leader gives the priority to the general interest. Subsequently, the control 
systems of leader, in optical agency, will certainly be ineffective or even 
against-productivity. 
Stewardship model is based on the assumption that the leader is not 
necessarily opportunistic but he seeks to achieve a high level of 
profitability for the company and to improve the income of shareholders. 
The leader may derive satisfaction from the success of his organization by 
promoting the general interest. 
Thus, according to this logic, the shareholders and directors have interests 
perfectly aligned. Managers are collectivists and pro-organizational. They 
are not considered individualistic and opportunistic as suggested by the 
adopted of agency theory. The agent is not chosen for the search of an 
individual gain but for the collective interest. 
 
3. The conceptual framework  
The literature on entrepreneurial typology allows distinguishing certain 
profiles of owner-managers which are able to analyze the practices of 
SME managers face the mechanisms of corporate governance. These 
profiles are essentially the capabilities of the leader, his management style 
of the firm and his motivations [12]. 
The leader plays the role of organizational entrepreneur facing the 
governance structure. Indeed, he is able to easily influence governance 
mechanisms by mental schema and he does not necessarily undergo, as 
suggested by a significant part of empirical studies focusing on the agency 
relationship between leader and shareholder. 
The human capital of the leader has a significant influence on the structure 
of corporate governance for at least two reasons. The first reason is the 
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motivation of the leader. According to [13], a leader who has a strong and 
recognized human capital finds little difficulty in getting a job on the labor 
market. Conversely, a leader who has a low human capital will have a 
very strong attachment to his company. This attachment is partly due to 
the lack of resolution on the labor market. Thus, the leader seeks to 
consolidate his power in the company by opening the capital of his 
company to financial investors. The second reason is the growth of the 
company and the leader is one of the axes of the response to these 
development needs. 
The profiles studied are mainly the mode of accession to the leader 
function, goals of leader, his level of training and his experience. 
 
3.1. The influence of access to the leader functions on 
organizational culture 
The method of accessing to the leader function has an influence on the 
structure of SME governance. In fact, when the leader is creative, heir or 
successor, he becomes at the same time owner and manager and he can 
easily act on governance mechanisms [13]. Thus, more the leader holds a 
significant stake in the SME, more he is able to reduce the effectiveness of 
governance mechanisms such as the different internal controls exerted by 
the Board of Directors. Conversely, more the leader is promoted or 
recruited from outside, more his ability to influence the governance 
structure will be less intense [1]. However, organizational culture is a key 
component of the governance structure; it will be influenced by the mode 
of access to the leader function. 
To test the influence of methods of accessing to leader on the 
organizational culture of SMEs, we propose the following hypothesis: 
H1: Leaders recruited from outside have a direct and positive impact 
on the organizational culture. 
 
3.2. The influence of the goals of the leader on the organizational 
culture 
This characteristic rather subjective requires a large explanation because it 
reflects the aspirations of the leaders. These goals can be classified into 
four types namely: the search for independence, the desire to 
sustainability and stability, the desire for growth and the pursuit of profit 
[1]. 
These four dimensions are interrelated as they may conflict with one 
another. Indeed, if growth is necessary for the survival and vice versa, it 
can hinder the survival and the benefit. 
According to [1], there is a "basket of goals" inside of which exerts a 
certain hierarchy and this hierarchy would print the logic behavior. This is 
why the goals are measured using scales or constant-sum scales strong 
cardinal. 
[12] point in the same direction by constructing a typology based on the 
goals of the leader, his organization and his own vision of his managerial 
power. They distinguish four groups of leadership. The first group is 
called "technicians satisfied"; it is characterized by its refusal to increase 
the size of the business and technical expertise. The second group is 
treated as "ambitious adventurers"; it consists of executive seeking to 
diversify and increase activity. The third group is the "prudent managers" 
promoting improvement in turnover and profit. The last group is called 
"ambitious maximizes"; on the one hand it is very sensitive to the increase 
in earnings and profitability and on the other hand to increase the size of 
the company and the diversification of its activities. In summary, we 
indicate that the characteristics of entrepreneurial types which can 
influence corporate governance mechanisms are developed around the 
objectives of independence in the decision-making process, latitude 
towards risk and the flexibility to deal growth. These objectives help to 
create an adaptive and participative culture [6]. 
To detail and understand the influence of the goals of the leader of SME 
on organizational culture, we developed the following hypothesis: 
H2: The goals of the leader have a direct and positive impact on the 
organizational culture. 
 
3.3. The influence of professional experience on the organizational 
culture 
Many experts explain that an element entirely characteristic of the 
universe of SMEs lies in the extreme diversity of profiles of leaders, 
"sometimes self, sometimes a graduate of higher education, in turn young 
creator, inexperienced, part of a large group resigned or heir of an old 
family business" [1]. 
The experience of the manager and initial training are the main 
determinants of general skills of the leader. Thus, a manager who has a 
higher initial training will have more knowledge to adapt the 
organizational structure of the company to his environment. In addition, 
the professional experience will ensure the development of the foreign 
company [13]. The experience can also affect the financial function and 
the production function of the enterprise. Hence, more SMEs leader is 
experienced; more organizational culture is adaptive and participatory. 
For their part, [1] emphasized the importance of leadership profiles by 
analyzing the relationship between accounting and certain characteristics 
of SME managers such as the age, the experience, the training and the 
preferences of information. 
To focus on the influence of the experience of the leader of the 
organizational culture, we make the following hypothesis: 
H3: The experience of the leader has a direct and positive impact on 
the organizational culture. 
 
3.4. The influence of the training mode of the leader on 
organizational culture 
Many authors have studied the impact of mode of formation on the 
management practices of SME ([14]; [1]; [15]). However, according to 
[15] accounting practices reflect the organizational culture of SME which 
is largely influenced by profiles of leader. 
The literature on this subject asserts that leaders with a high level of 
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education have a more intense degree of use of accounting data. However, 
if the state of under-utilization of accounting data is the result of a low 
level of training, type of training itself is a predictor of the degree of use 
of these data [14]. 
For its part, [1] notes that the type of training seems to be closely linked to 
the accounting practices of SME. Indeed, leaders with training type 
accountant or manager have a high degree of use of accounting data. This 
result reflects dimensions of organizational culture such as implication ad 
mission.  In fact, [15] show that the leader who holds a university degree 
does not align the accounting policies on tax arrangements. However, 
SMEs which use the computer to calculate their cost show a higher 
proportion of internal accountant with a university education. 
Finally, [16] emphasizes that leaders graduate business schools have a 
more active behavior and higher skills than others. 
To test the effect of training mode leader facing the organizational culture, 
we develop this hypothesis: 
H4: The training mode leader has a direct and positive impact on the 
organizational culture. 
 
4. Methodology of the study 
4.1. Presentation of the sample 
Our sample is certainly not made intuitively. It was chosen in order to 
obtain an acceptable representation of different sectors and size limits. It 
consists of independent Tunisian SMEs, employing 10 to 50 employees. 
We eliminated subsidiaries, branches, divisions, or institutions of larger 
companies and very small companies with fewer than 10 employees and 
companies with more than 50 employees. These selection criteria led us to 
obtain a final sample of 120 SMEs. 
Visit the website of the Agency for the Promotion of Industry and 
specifically the directory of industrial companies, allows us to identify all 
companies that satisfy the conditions of choice in our sample of SMEs. 
We find a listing details for each company with a collection of 
information on the name, the manager, activities, products, the address of 
the factory, the governorate, phone numbers, e-mail, the date of 
production, capital and employment. 
 
               Table 1 - Procedure of the sample 
Population of SME visited 172 
Exclusion for refusals or missing data (52) 
Questionnaires collected 120 
Total firms included in the sample 120 
 
 
4.2. Data collection and methodology 
Data collection was based on the administration of a questionnaire 
comprising in its first part the different governance mechanisms 
recognized in the literature and in the second part the various profiles of 
leaders. 
The development of the questionnaire was conducted in several stages. 
First, a survey of 20 SME managers was conducted. A second 
questionnaire, taking into account the limits of the first and the evolution 
of the problem was developed and tested with four SME and two 
accountants. Changes have been made to improve certain formulations 
and measures chosen. This is a third version of the questionnaire which 
was administered to 120 managers of SMEs in the sample. 
This method seems to be best suited to solve our problem of determining 
the specific governance mechanisms of Tunisian SMEs which are in most 
cases family businesses having the legal status of limited liability. 
Our study is based on a quantitative method through the methods of 
structural equations. These are the most recent developments and 
highlights in marketing research. The use of structural equations is 
justified in many finance and accounting research. Software used for data 
processing is SPSS and PLS-Graph. 
 
4.2.1. The measurement model 
The measurement model is estimated within a confirmatory factor 
analysis. It confirms the structure proposed by the exploratory factor 
analysis, scale reliability and validity measures. Indeed, confirmatory 
factor analysis is a powerful method than exploratory factor analysis 
because it provides criteria for assessing quality of adjustment of the 
measurement model and it approves convergent and discriminant validity. 
It is often used to certify the psychometric quality of results obtained at 
the end of an exploratory factor analysis. 
The measurement model can summarize a set of observed variables into a 
smaller number of factors. It is a method of data reduction that shares an 
idea that seeks to identify exploratory way of dimensions underlying the 
observed variables. 
 
4.2.2. The structural model 
The model equations are estimated to test the structural links pre-
established by the literature in the form of hypotheses. 
Structural models represent complex relationships within a set of 
variables. They also respond to questions from researchers on the effect of 
a moderating or mediating variable on an explanatory variable and a 
dependent variable. 
The estimation results are used to verify the goodness of fit of the model. 
Examination of absolute fit indices of the model (Chi2, GFI, TII and 
RMSEA) can judge whether the model has a good fit or if it is necessary 
to make changes as measurement model. 
• The Chi2: to estimate the degree of adjustment or convergence between 
the covariance matrix of the observed data and the covariance matrix of 
the specified theoretical structure. The probability level Chi2 is the 
probability of obtaining a value of Chi2 larger than the value obtained for 
the model is correct.  
• The GFI: is an index of the importance of covariance recorded by the 
model. More this index is close to 1 more the model is robust. This index 
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is independent of the sample size.  
• The RMSEA: is a measure of the residual variance. It reflects the portion 
of the recovered non-covariance by the model. More this index is close to 
zero more the model is robust. In practice, the model is assumed 
satisfactory if the RMSEA is less than 0.05.  
• The TLI: is an incremental fit index or comparison index. This index is 
more than 0.9 over the quality of the model fit is better. 
 
Table 2 - Goodness of fit of the structural model 
CMIN DF P CFI TLI RMSEA GFI 
90,8 90 0,001 0,94 0,89 0,045 0,942 
 
Two approaches can be used when adjusting the quality is bad, the 
approach phase elimination and the approach phase addition. As for the 
measurement model, the approach is to ensure of the significance of the 
regression relationship between the latent variable and its measures and 
links covariance between the latent variables.  
The modification of the model focuses on some insignificant links (CR 
<1.96) whose removal leads to the simplification of the model.  
Once we believe that our model adjustment quality is sufficiently high 
(TLI, CFI> 0.9 and RMSEA<0.05), we use the resulting model and we 
pass to the study of structural links. 
Our model adjustment quality is acceptable, it has no moderator variable 
and the review focuses only on direct effects. 
                   
4.3. Measurement of variables 
Our study is based on a quantitative method through the methods of 
structural equations. These are the most recent and significant 
developments in marketing research. 
 
4.3.1. Measurement of organizational culture of SMEs 
The system of beliefs and values of a company is a mechanism that is 
generally applicable to SMEs. It consists essentially of trust, personal 
ethics, culture, management philosophy in general [17]. 
Corporate culture is the shared opinion, values and standards. [18], [19] 
and more recently [20] identify four dimensions of corporate culture 
which are: adaptability, consistency, commitment and mission. 
 
• Adaptability refers to the degree that an organization is able to change 
the behavior, structure and system to survive and monitor environmental 
changes. 
• Consistency is the extent of the beliefs, values and expectations among 
members of the organization. 
• The implication is the level of participation by organizational members 
in the process of decision making. 
• The mission refers to the existence of a shared definition of goals or 
objectives of the organization. 
In our research, the organizational culture is assessed using a scale of four 
items with five answer choices numbered 1 to 5 (1 being zero proportion 
and five very large proportions). Each of the four items is a particular 
dimension that characterizes the organizational culture within the SMEs. 
 
Table 3 - Evaluation of items of organizational culture 
Symbol MSAi Correlation 
item with  
total score 
Cronbach 
α 
si item i 
removed 
Contribution  
factor 
F 
Adaptabi 0,724 0,662 0,662 0,842 
Consista 0,757 0,567 0,717 0,779 
Implicat 0,764 0,637 0,683 0,820 
Mission 0,821 0,444 0,788 0,651 
 Cronbach α =0,770                 MAS (KMO)=0,758                N=120  
 
The dimensionality test on the variable organizational culture by 
exploratory factor analysis suggests retaining all items as their 
contribution to the formation of the factor is greater than 0.40. 
Indeed, the four items form a single factor or a single dimension called: 
organizational culture. The reliability measurement by the method of 
Cronbach notes satisfactory internal consistency (0.770). The correlations 
between these items and the total score is high (greater than 0.5) with 
acceptable MSA (above the threshold limit of 0.5 floor Kaiser). Thus, we 
retain four items. 
 
Table 4 -  Final formulation of the items of the organizational culture 
Symbol Statement 
Adaptabi Adaptability 
Consista Consistency 
Implicat Implication 
Mission Mission 
 
4.3.2. The goals 
The goals of the SME manager can be classified into four types [1]; [15]: 
 
x Research independence 
x The willingness of durability and stability 
x The desire for growth 
x The search for profit 
These four dimensions are intimately related but they may conflict with 
each other. While growth is necessary for the survival, it can hinder the 
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survival benefit if it is too strong. 
According [1], there is a "basket of goals" inside of which has a certain 
hierarchy which would print the logic of behavior. This is why the goals 
are measured using scales constant sum or cardinal scales strong. 
A series of four items was developed. It was for leaders to balance from 1 
to 5 each of the four items corresponding to the objective of 
independence, stability, growth and profit, assigning more points to their 
goals that seemed most important. 
 
4.3.3. Experience 
Experience is measured by reference to the number of years spent by the 
leader at the head of the company [1]; [15]. 
 
4.3.4. The training mode 
The mode of formation of the leader is measured using a dichotomous 
variable that takes the value 1 if the leader was taught higher education 
universities and 0 if not [13]. This classification seemed most appropriate 
in our context. An officer graduate of the universities of higher education 
has a direct and positive effect on governance practices. In contrast, the 
self-taught leaders prefer to avoid exposure to risk. They encourage 
modes of internal financing. Thus, the mode of training (graduate or not) 
is directly related to the ownership structure and modes of governance in 
SMEs. 
 
4.3.5. The mode of accession 
The business executive can access to the leader function by several 
methods. He can be creative, heir or buyer as he can be promoted or hired 
from outside. In all cases, he is recruited from outside, leader who can act 
directly and positively on governance mechanisms [15] and in particular 
on the use of management systems [1]. 
 This is a dichotomous variable that takes the value 1 if the leader is 
recruited from outside and 0 if not [13]. 
 
4.3.6. Control variables 
These variables are mainly the age of the company and its size. 
a) The age of the company 
The date of founding of the SME indicates clearly the age of the company 
[15]. 
b) The size of the company 
Two criteria are used in the literature to define the size of the company: 
the turnover tax and the number of employees. These two indicators are 
highly correlated [1]. 
 
5.  Analysis of results 
5.1. General Characteristics of the sample 
5.1.1. The size of SMEs encountered 
The description of our sample of SMEs passes first through the study of 
the size in terms of number of employees and turnover then by various 
sectors and finally by the ownership structure. 
To describe the size of SMEs in the sample, we will be based on two 
measures: the number of employees and turnover.  
 
      Table 5 - Distribution of SMEs according to their employee 
Number of 
employees 
10-25 26-50 
Rate 53,33% 46,67% 
 
 
Table 6 - Distribution of SMEs by turnover excluding Tax 
Turnover 
excluding Tax 
[0-1000[ [1000-
5000[ 
[5000-
10000[ 
>10000 
TND 
Rate 41,67% 8,33% 20,83% 29,17% 
 
5.1.2. Sectors of activities 
Four sectors of activities have been identified: the manufacture, trade, 
service and others.  
 
Table 7 - Distribution of SMEs by sector 
Sector Manufacture Trade Service Others 
Rate 29,17% 30,83% 23,33% 16,67% 
 
All companies in our sample of SMEs have a family character, in other 
words the capital is held by more than 50% of individuals belonging to the 
same family. The presence of institutional investors is not significant in 
our sample of SMEs (5%). 
 
5.1.3. The ownership structure 
All companies in our sample of SMEs have a family character, in other 
words the capital is held by more than 50% of individuals belonging to the 
same family. The presence of institutional investors is not significant in 
our sample of SMEs (5%). 
 
5.2. Profiles of leaders 
The description of the leaders in our sample is centralized around its 
different profiles namely: age, level of training and experience. The 
description of leader profiles approve that the majority of leader in our 
sample of SMEs is aged and has a high training mode. 
 
5.2.1. The age of leaders 
The majority of managers (48.3%) are aged 50 and over. In contrast, only 
9.2 % of managers are young (under 30 years). This result shows that the 
leaders of our sample are older. 
 
 
 
Table 8 - Distribution of leaders by age 
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5.2.2. The level of training of leaders 
The majority of leaders (27.5%) had a master's degree, while 20.8% 
leaders have a bachelor's third cycle and only 7.5% are self-taught. This 
result shows that the leaders of our sample have a high level of training. 
 
Table 9 - Distribution of leaders by training mode 
Training 
mode 
Autodidact CAP
BEP
TEG 
Bac Bac+
2-3 
Bac+ 
4-5 
Third 
cycle 
Rate (%) 7,5 8,3 12,5 23,3 27,5 20,8 
 
5.2.3. The experience of leaders 
The majority of leaders interviewed (38.33%) have 11 to 15 years of 
experience. The minimum number of years of experience is met two 
years. These results allow us to suggest that most SME managers are well 
experienced. 
 
5.3. Effect of profiles leader on the organizational culture 
5.3.1. Effect of the mode of accession to the leader function 
The analysis of structural equations allows us to verify the impact of the 
access mode of leader on organizational culture. An examination of the 
causal relationship shows that the coefficient associated with the link 
between the mode of accession and the culture is not significant (t = 
1.585, β = -0.158). Therefore, we can reject the hypothesis H1 which state 
that the leader recruited outside has a direct and positive impact on the 
organizational culture. We may add that the organizational culture is 
independent of the mode of access to executive function (successor or 
recruited from outside). Culture is especially influenced by variables 
related to human capital of the entrepreneur. This result coincides with 
those of [1] and [15]. Indeed a leader promoted or recruited externally 
needs additional time to understand the organization. However, a founder 
or successor leader knows his business, employees and competitors. This 
access mode dispersion has no effect in the determination of a company's 
culture. These are the myths of the founder, also called the father of the 
company that matters most in the context of SMEs [21]. 
 
5.3.2. Effect of the goals of the leader 
The examination of causal relations shows that the coefficient associated 
with the link between the goals of the leader and the organizational culture 
is not significant (t = 1.5350 < 1.96), so we can reject the hypothesis H2. 
These results should be interpreted with caution. Indeed, the corporate 
culture reflects a collective value system that the leader can easily 
influence. The examination of the relationship between human capital 
leader and organizational culture has always taken the attention of 
researchers in management science. Indeed, the authors link the corporate 
culture with organizational effectiveness or performance. This relationship 
allows inquiring the influence of the culture of the leader even through 
their profiles on the organizational culture. The question seeks to identify 
the extent to which the aspirations of the leader actually print in its 
accounting behavior. 
Researchers often use structural equation models to examine the impact of 
the variable of corporate culture on organizational performance [20]. Our 
results confirm the impact of the dimension of the experience of the 
manager on the organizational culture. Nevertheless, the goals of the 
leader of the SMEs in Tunisia have no impact on the organizational 
culture. In fact, the desire of leader for growth is independent of 
organizational culture dimension. This finding is similar with that of [13]. 
 
5.3.3. Effect of the experience of leader 
The analysis of structural equations allows us to determine the impact of 
the experience of the leader organizational culture. Indeed, an 
examination of the causal relationship shows that the coefficient 
associated with the link between the experience of the leader and culture 
is statistically significant at the 5% level. Therefore, we can believe to the 
impact of experience on organizational culture (T = 2.3164) and accept 
the hypothesis H3. 
In total, over the leader is experienced, the SME is able to change 
employee behavior, structure and system [1]. SMEs will also be able to 
monitor environmental changes. Employees would be able to participate 
in the process of decision-making side of the ruler. The latter, aware of the 
importance of organizational culture, says a shared definition of goals and 
objectives of the organization with organizational members. Thus, the 
culture of SMEs will be distinct from the culture of the owner-manager. 
Our result does not coincide with that of [3]. This can be explained by the 
difference in the context of the countries examined. 
Every company has a rationale, objectives and constraints, and it is the 
manager or officer who is responsible for implementation. According to 
[21], corporate culture is the underlying level of rules and management 
systems. Success in the management of the company has all the quality of 
the manager of the adequacy of management systems. Thus, 
organizational culture seems to be a product of the action of the manager. 
Our results complement these findings by describing the importance of 
the experience of the leader in the creation of an organizational culture. 
 
5.3.4. Effect of training mode of the leader 
The analysis of structural equations allows us to verify the impact of the 
mode of formation of the leader of the organizational culture, binding 
mechanism in the context of SMEs. Indeed, an examination of the causal 
relationship shows that the coefficient associated with the link between 
Age of 
leader 
≤ 30 years From 30 to 
39 
From 40 to 
49 
≥50 
Rate 9,2% 18,3% 24,2% 48,3% 
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the training mode and the organizational culture is statistically significant 
at the 5% significance level (Student's t = 2.727 > 1.96). Thus, we can say 
that the leader graduate university of higher education has a direct and 
positive impact on the organizational culture and therefore we can accept 
the hypothesis H4. This result completes that of [22] who confirm the 
relation between organizational culture and leaders profiles. 
The management of human resources shows how the company treats its 
employees. Recruitment, evaluation, compensation, and other functions 
are interested in personal management methods and reflect the 
organizational culture [13]. A leader with a high level of training and / or 
manager type can easily reach these functions in order to improve 
performance. Thus, the organizational culture is an effective governance 
mechanism for value creation and business executive. According [23] 
corporate culture will be a key determinant of the mechanism as it has a 
fairly rich human capital values . 
 
5.4. Effect of profiles of SME on the organizational culture 
The company profiles are essentially its size and age. The debt is also an 
important variable in the context of SMEs, but we will not treat in this 
research for lack of information on the debt ratio. 
 
5.4.1. Effect of the firm size on organizational culture 
The analysis of structural equations can explain the impact of firm size on 
organizational culture. Indeed, an examination of the causal relationship 
shows that the coefficient associated with the relationship between 
company size and culture is statistically significant (t = 2.852 > 1.96). 
This result allows us to accept the hypothesis that there is a significant 
relationship between the size of the SMEs and organizational culture. 
Organizational culture refers primarily to large organizations. However, 
any company has a culture developed during its history. Thus, the 
organizational culture is a key variable of daily life and the strategic 
choices made by a social group and SMEs are heterogeneous and are not 
reduced by large organizations models [15]. Therefore, the culture of 
SMEs is not static; it evolves according to its leader, its employees, its 
size, its context... 
 
5.4.2. Effect of the age of SME on organizational culture  
Examination of Student's t tests allows concluding that the age of the 
SME influences the cultural values of the company (adaptability, 
consistency, involvement and mission). Thus, we can accept the 
hypothesis that there is a significant relationship between the age of the 
SMEs and organizational culture. This result shows that the lifetime of the 
SMEs is an important feature in determining the explanatory factors of 
organizational culture. 
Organizational culture is the result of an accumulation process values, 
principles or myths in history, so it is a socio-historical phenomenon. 
Thus, the age of the company is always regarded as a key element of its 
culture. The real identity of the company is not only that intended by its 
leaders but it materializes a specific culture that will allow the company to 
identify and distinguish its competitors. 
 
Table 10 - Results of structural equation modeling (Organizational 
Culture) 
Dependent variable: organizational culture 
Hypotheses                                              β                                      T 
experien→culture                             0,349                                  2,3164* 
goals→culture                                   0,289                                  1,5350 
training →culture                              0,297                                  2,7271* 
access→culture                                -0,158                                  1,5853 
age  →culture                                    0,458                                  2,5676* 
employees→culture                          0,321                                  2,8521* 
R²                                                                           45,8% 
* For p < 0.05 based on Student's t distribution 
Culture dependent variable measuring corporate culture; goals : variable 
representing the goals of the leader of SMEs ( durability , stability , profit, 
growth); experiments : variable representing the number of years of 
experience of the owner-manager ; training: dichotomous variable taking 
the value "1" for the leaders of university graduates and "0" otherwise ; 
access: dichotomous variable taking the value "1" for the leader recruited 
from outside and "0" otherwise ; creation: variable measuring the age of 
the company; employees: variable measuring the size of the company . 
 
Our result confirms previous studies about the impact of the age of the 
company in creating a participatory culture that incorporates employee in 
the decision-making process (involvement) and adaptive crop (the 
adaptability) following various environmental changes. Therefore, a good 
adhesion to the participatory and adaptive culture will be certainly a 
source of performance [24]. This calls into question the culture of SMEs 
is considered by many researchers confused with the culture of the owner-
manager. In fact, the results of our research show that older SMEs in our 
sample are those most affected by a culture respecting the desired 
dimensions. 
 
6. Conclusion 
This study seeks to identify specific governance mechanisms for SMEs 
and explain the determinants of organizational culture as binding 
mechanism in SMEs. To do this, we were inspired by the literature on the 
specific mechanisms of governance for listed companies. We also based 
on agency theory to study different agency conflicts that may exist in 
SMEs characterized by the concentration of ownership and control in the 
hands of one person to know the manager. Thus, we focused on other 
alternative theories, such as the stakeholder theory and stewardship theory 
in order to determine the mechanisms of governance best suited to the 
context of SMEs and more specifically Tunisian SMEs. 
Generation results in all SMEs should be considered with caution because 
SMEs depend largely on the context studied. Thus, SMEs in developing 
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countries like Tunisia might have particular corporate governance 
compared to SMEs in developed countries. However, we can say that any 
research that takes into account that SMEs are heterogeneous and are not 
reduced models of large companies, is definitely contributions carrier in 
pursuit of the ultimate goals of value creation and performance 
improvement.  
The results of this research provide a basis of comparison for SMEs to 
question their organizational culture. Leaders must be aware of the 
importance of respect for contracts and commitments with their partners. 
They must understand that good governance in SMEs requires a fairly 
sophisticated management system and an adaptive culture. The 
organizational culture of SMEs depends largely on profiles of leader but it 
is not always confound with the culture of the latter as suggesting by large 
literature. 
This research demonstrates that the determinants of organizational culture 
are based on profiles of their leaders and that these profiles are essentially 
the mode of training, experience and the pursuit of profit and 
sustainability. 
The owner-manager, omnipresent at all organizational levels of the SMEs, 
still deserves appreciation on the part of researchers, both in its 
personality as its profiles. Its role in the specification of governance is 
appreciated by all researchers seeking to identify the binding mechanisms 
of governance in SMEs such as organizational culture. 
The central issue of any device of corporate governance is a part in the 
creation of value and the other in improving the efficiency of the 
company. In SMEs, the central issue of a good corporate governance 
system is to produce quality relationships with its partners (customers, 
suppliers, investors) or its family. Thus, the owner-manager must break 
with loneliness and must share knowledge networks. Dissemination of 
information, transparency and openness to the statutory auditors are 
crucial components of economic upgrading of SMEs. In addition, our 
present work confirms that the profiles of the leader of the SMEs are key 
determinants in the establishment of organizational culture. 
Our results confirm the influence of the leader of the SME on 
organizational culture. Thus, the profiles of the leader are determinants of 
SME Governance mechanisms. Indeed, a leader graduate of the 
universities has an effect more important than the other profiles on 
organizational culture dimensions. The age of the leader is lower although 
in terms of importance as the first profile, its impact is significant on the 
culture of SMEs. However, both a visionary leader and an employee 
leader do not have an effect on organizational culture. 
We can also argue that the organizational culture depend firstly on the 
characteristics of SMEs such as size, age, concentrated or family and 
secondly on the degree of development of small business because a 
business will certainly mechanisms within the medium, although they 
both are in the SME group. 
The creation of organizational culture in SMEs is in the hands of its 
leader. The latter are often afraid to choose the best people, he is in most 
of the times satisfied with his ability to lead the company and he control 
only his management. Thus, SMEs should open its human political 
participation, sharing and employee share ownership, it must open its 
capital to better growth and must commit to sustainable development in 
order to reconcile the financial, economic and social performance. In 
particular, a policy of communication and leadership training conveys the 
concepts of corporate governance can lead to development of a spirit of 
creativity, competition and especially production of a participatory 
culture. 
Finally, we must point out that a good system of governance in SMEs is 
based on the adoption of best management policies. Therefore, SMEs 
should have a management system rich enough and selective strategy that 
allows the creation of a competitive advantage and suggests that leaders 
develop knowledge in the art. The same leaders are required to adopt a 
management control and irrigated advanced management of new 
technologies and to reconcile the implication dimension in terms of 
organizational culture.  
Despite these contributions, our study has certain limitations that can be 
avoided in future studies. Indeed, in any questionnaire survey, the 
objectivity of responses is a possible source of error and this phenomenon 
is more pronounced especially when characterizing the organizational 
culture since the answers depend largely on perceptions facts. 
This work is a rich field of study for any researcher wanting to progress in 
understanding the relation between organizational culture, profiles of 
leader and performance of Tunisian SMEs. 
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